ABSTRACT
INTRODUCTION
owadays changes in business, technology and social environments are constantly affecting organizational functioning. Leadership is seen as the core spirit to proactively shape the future of organizations (Voon et al., 2010) . Over the past 30 years, transformational leadership has become one of the most important theories of organizational behavior; its uniqueness emerged from directing and inspiring employees' efforts by raising their awareness of the importance of organizational values and outcomes in contrast to other leadership styles that are based on individual gain and the exchange of rewards (Wright et al., 2012) .
Recently, the adoption of transformational leadership has gained significant interest from management researchers as it could change employees' behaviors through conscious and unconscious learning processes that are based on employees' cognitive and emotive maps (Nwokah, 2008) .The popular stereotyping among gender and promoting males as leaders among traditional societies is on its way to be changed as the percentage of female leaders is gradually increasing taking into consideration that male leaders are still dominating most of the managerial positions (Judeh, 2010; Verma and Krishnan, 2013) . Previous studies (Manning, 2002; Judeh, 2010; Zeinabadi, 2013) have been conducted to study transformational leadership and gender difference among each of its attributes and have yielded contradictory results. This stimulated the thinking to go beyond gender differences and consider one more contextual aspect which is the hierarchical level. This view was supported in the work of Kent et al., (2010) . This paper's main contribution is to further our understanding of the contextual impact of hierarchical level on transformational leadership. In turn, this will help shed some light on a new and exciting area of research, especially in the Egyptian context where it has not been investigated to date. The main objective of this study is to show how transformational leadership behaviors differ between lower and middle level managers along with investigating leaders' gender differences among each of them utilizing the five attributes of transformational leadership.
THEORETICAL BACKGROUND

Transformational Leadership
Transformational Leadership theory was developed by Burns (1978) , he laid the foundation of this theory and then it was enhanced by Bernard Bass and Bruce Avolio from 1985 to 1998, after that it caught the interest of many researchers over the past few years (Givens, 2008) . Transformational leadership can be considered as the act of moving the followers beyond immediate self-interests through charisma, inspiration, intellectual stimulation or individualized consideration, which elevates the followers' level of maturity, concern for achievements, selfactualization and the well-being of others, the organization and the society (Bass, 1999) . These components can be utilized by managers to face organizational uncertainty and instability (Hinkin and Tracey, 1999) . Avolio and Bass (1995) perceived transformational leaders to be those leaders who inspire their followers to consider the desired organizational goals as their own causes and views. A similar point of view to the former demonstrated that the higher purpose that is entailed from transformational leadership is to synchronize the aims and aspirations of leaders with those of the followers (Lian and Tui, 2012) . Kuhnert and Lewis (1987) considered transformational leadership to be achieved when a leader's end values are followed by subordinates and consequently influences the attitudes, beliefs and goals of their followers. Kanungo (2001) supported the prior influencing idea; however he emphasized that this influencing process is an ethical influencing process when applying transformational leadership, as it uses employee empowerment strategies to enhance employee self-worth rather than controlling ones so that, employees can see the organization's vision as a reflection of their own values rather than as an outside imposition. Different studies supported the positive impact of transformational leaders' behavior. Ghafoor et al., (2011) concluded that the transformational leadership style has a positive effect in supporting the development of employees' identity and consequently reducing their intentions to quit. Voon et al., (2010) demonstrated that transformational leadership with its positive relationship with job satisfaction could improve employees' as well as organizational performance as a whole. Bass (1995) found that some employees' competencies as well as the leaderemployee relationship could be highly enhanced when applying transformational leadership. The enhanced interpersonal relationship between supervisor and subordinate that resulted from applying transformational leadership could help employees become more creative, innovative and could stimulate their competitive thinking about new ideas for organizational growth and adaptation to the outside dynamic environment (Bushra et al., 2011) .
The discussion about transformational leadership is underlying the ethical consideration of not only avoiding wronging the staff, but also of having the intention to do right by them (Parry and Proctor-Thomson, 2002) . Transformational leaders could be good or bad and the main factor that differentiates good transformational leaders from bad ones is the degree by which leaders prioritize the interest of their subordinates over their self-interest (Hoption et al., 2013) .The ethical dimension of transformational leadership incorporates the follower's values and the leader to a higher realm of motivation and ethics (Bi et al., 2012) .Transformational leadership is a popular leadership style in resolving ethical issues as transformational leaders serve as role models of ethical behaviors through focusing on employees' moral development which creates a positive culture within the entire organization (Odom and Green, 2003) .
Transformational Leadership Dimensions
Transformational leadership is globally accepted across different nations because of its popularity in developing employees who perform beyond expectations (Lievens et al., 1997; Boehnke et al., 2003) . There are five important leader behaviors that represent the dimensions of transformational leadership. Among them, idealized influence is considered to be the largest component (Bass, 1995) .
Inspirational Motivation
Inspirational motivation goes beyond mere motivation; the later focuses mainly on providing incentives to employees to get the best out of them however, inspirational motivation leads to a significant difference in employees' attitudes through devoting them to the attractive future states for the organization (Jackson, 2012) . Transformational leaders are known to be inspirational leaders; along with communicating clear standards, goals and expectations about effectiveness, efforts and commitment, they also provide meaning to organizational goals through displaying enthusiasm and optimism to their employees in a simple language and using symbolism (Pastor and Mayo, 2008) .
Intellectual Stimulation
Transformational leaders always possess an encouragement behavior through which they mentally stimulate their employees to take the initiative to deal with old problems using new solution and approaches (Voon et al., 2010) . Intellectual stimulation refers to the behavior of transformational leaders who stimulate creativity in their employees, help them to reframe problems in new ways and they never criticize individual members' mistakes (Pastor and Mayo, 2008) .
Individualized Consideration
Transformational leaders have an individualized view of each of their employees; they usually consider their employees' individual needs and requirements for achievement, growth and development (Rohmann and Rowold, 2009) . Leaders, according to this behavior always accept individuals' differences through involving each employee in a suitable challenging task (Pastor and Mayo, 2008) .
Transformational Leadership, Hierarchical Levels and the Role of Gender
Previous research on the cross-hierarchical differences in transformational leadership is scarce; especially studies that incorporate more than one managerial level (Bruch and Walter, 2007) . The effectiveness of adopting transformational leadership was found to be the same across different hierarchical levels; however different hierarchical levels may not equally possess all behaviors of transformational leadership (Edwards and Gill, 2012 ). The higher the hierarchical level, the broader its context for transformational leadership behavior (Bruch and Walter, 2007) .
Upper managerial levels are frequently characterized as being more charismatic and inspirational than middle managers. Both managerial levels equally possess intellectual stimulation and individualized consideration. Also, the former characteristics in addition to intellectual stimulation can be more effective in enhancing employees' job satisfaction when delivered by upper managers towards middle managers than when delivered by middle managers towards first-line supervisors (Bruch and Walter, 2007) .
Gender is found to be one of the characteristics that affect how male and female leaders behave differently. A recent study challenged the conventional wisdom that leadership is highly attributed to males rather than females when it concluded that more benefits are associated with having transformational female leaders than male ones, in a way that females show more outcomes of social exchange (Zeinabadi, 2013) . Women always prefer transformational leadership than any other leadership style; they excel in its five behavioral components especially for individualized consideration (Schyns et al., 2008) . Yaseen (2010) concluded that women in the Arab world are excelling more on transformational leadership scales than men. For idealized influence, Arab female leaders are building respect when they go beyond self-interest for the good of the group. For inspirational motivation, Arab female leaders are optimistically expressing confidence in achieving the organizational vision by being enthusiastic about the required actions. For intellectual stimulation, they check the critical assumptions to solve a problem. For individualized consideration; they spend coaching and assessing times to develop their employees' strength. Synchronizing the former point of view with the hierarchical context fueled the second and third hypothesis of our research paper.
Hypothesis 2:
In the lower managerial level, female leaders significantly excel in all transformational leadership behaviors when compared to their male counterparts.
Hypothesis 3: In the mid-managerial level, female leaders significantly excel in all transformational leadership behaviors when compared to their male counterparts.
METHODOLOGY Data Collection and Measuring Instrument
The required data for this paper was collected through the Multifactor Leadership Questionnaire (MLQ) of Bass and Avolio (1997) who identified this scale as an appropriate, reliable scale for measuring transformational leadership. Most of the research on transformational leadership has used the Multifactor Leadership Questionnaire (Hayward et al., 2008; Xirasagar, 2008; Hinkin and Tracey, 1999) . Leaders assessed their leadership behaviors using 5 Likert's scale from 0 to 4, where 0 indicates a "not at all" and 4 indicates a "frequently if not always". The collected data for all transformational leadership dimensions was scanned for normality and skewness tests before performing statistical analysis and it was found to be between -1.96 and + 1.96, which indicated that data was normally distributed. Confirming the reliability of the Multifactor Leadership Questionnaire (MLQ), Cronbach's alphas were checked in the five dimensions and were found to be satisfactory as follows: idealized influence attribute (0.885); idealized influence behavior (0.903); inspirational motivation (0.899); intellectual stimulation (0.904); individualized consideration (0.887) and alpha for all dimensions was (0.915).
Sample and Procedure
A sample of 130 participants from all of the three mobile communication service providers in Egypt agreed to participate in this study. These organizations have relatively well-defined hierarchical structure. Consequently, in addition to the Multifactor Leadership Questionnaire, a self-report question was used to capture respondents' hierarchical level, as it is most common in organizational research (Bruch and Walter, 2007) . Multifactor Leadership Questionnaires were administered to both lower-level and mid-level managers to describe their leadership styles. A total of 122 filled-out questionnaires were collected representing a rate of 94.8% of total distributed questionnaires.
RESULTS
For the lower level managers, 70 questionnaires were filled-out, of which 57.4% are males and 42.6% are females. For the mid-level managers, 52 questionnaires were filled out, of which 51% are males and are 49% females. Descriptive statistics and correlations of transformational leadership behaviors are reported in Table 1 Correlation is significant at the 0.05 level (2-tailed) Table 1 shows that idealized attribute has the lowest mean (0.0287) with a standard deviation of (0.3355) and the highest mean was for idealized behavior (0.1208) with standard deviation of (0.27391). Table 2 below shows the means, standard deviations and mean differences of lower and mid-level managers' ratings regarding the five dimensions. Mid-level managers were evaluated to be more effective than lower level managers in all dimensions of transformational leadership behavior except for intellectual stimulation where lower level managers were evaluated with a slightly higher score and for individualized consideration; both managerial levels are approximately equal. Tables 3 and 4 , show the means, standard deviations and mean differences of male and female ratings in both managerial levels regarding the five dimensions. It was found that female lower-level managers were more effective than their male counterparts in all dimensions of transformational leadership behavior. On the other hand, female mid-level managers were found to be more effective than their male counterparts in idealized attribute, individualized consideration and inspirational motivation. Male mid-level managers scored higher than their female counterparts on idealized behavior and intellectual stimulation. Independent sample t-tests were used to examine whether there are significant differences between lower managerial level and mid-managerial level in the five behaviors of transformational leadership based on self-ratings. Also, they were utilized to investigate the significant differences between male and female managers in each of the former managerial levels. Table 5 shows the results of independent sample t-tests for the studied hierarchical levels: Table 5 indicates that there is no significant difference between lower managerial level and mid-managerial level in all of the five transformational leadership behaviors. Levene's test was used to verify the equality of variances and the P-value is (P>0.05) for each of the five dimensions and reflected that the null hypothesis of homogeneity of variances has been achieved. Table 6 shows the results of independent sample t-tests for male and female lower level managers: Table 6 confirms the null hypothesis of homogeneity of variances as the P-value is (P>0.05) for each of the five dimensions of transformational leadership. Furthermore, there was a significant difference between male and female lower level managers only on idealized attribute. There is no significant difference between male and female lower managers regarding the other four transformational leadership dimension. Table 7 shows the results of independent sample t-tests for male and female mid-level managers: The Clute Institute Table 7 indicates that there no significant difference between males and females mid-level managers in all of the five transformational leadership behaviors. Also, variances were found to be equal as the P-value is (P>0.05) for each of the five dimensions and this reflected that the null hypothesis of homogeneity of variances has been achieved.
CONCLUSION AND DISCUSSION
This research paper studied the differences in transformational leadership behaviors between lower and midmanagerial levels along with gender differences in each managerial level regarding these behaviors. Mid-level managers were evaluated to be slightly more effective than lower level managers in three behaviors of transformational leadership; idealized behavior, idealized attribute and inspirational motivation. Lower level managers were found to be slightly more effective in intellectual stimulation. However, the results did not support any significant difference between lower and mid-managerial levels in all transformational leadership behaviors.
For lower managerial level, although female managers were found to be slightly more effective than male managers in all transformational leadership behaviors, no significant difference was found between male and female managers' transformational leadership behaviors except for idealized attribute where female leaders scored higher.
For mid-managerial level, although female managers were found to be slightly more effective than male managers in idealized attribute, individualized consideration and inspirational motivation and male managers were evaluated to be slightly more effective in idealized influence and intellectual stimulation, these differences were found to be not significant. These findings are consistent with Judeh (2010) who concluded that there is no significant differences in transformational leadership behaviors between male and female managers at the same managerial levels.
Thus, the overall results indicate that there is no significant difference between lower and mid-managerial levels in all transformational leadership behaviors. Therefore, Hypothesis 1 is accepted. There is no significant gender difference in transformational leadership behaviors in each of the studied managerial levels except that female lower level managers excel in idealized attribute more than their male counterparts. This leads to the rejection of Hypothesis 2 and Hypothesis 3, as female lower level managers did not significantly excel in all transformational leadership behaviors.
Future Research
An interesting area for future research is to replicate our study in firms in different sectors in Egypt. It would be interesting to see if the results change depending on the kind of industry or stay the same. In addition, it would be interesting to examine whether the respondents' cultural background affects how they answer the Bass and Avolio (1997) Multifactor Leadership Questionnaire. Would we get the same results if we conducted our study in three firms in the mobile communication sector in the United States of America or in Canada?
